Abstract-The aim of this research was to jointly test effects of work stressors and coping strategies on job performance among employees in the Greater China region. A selfadministered survey was conducted to collect data from three major cities in the region, namely Beijing, Hong Kong, and Taipei (N = 380). We found that (1) work stressors were negatively related to job performance. (2) Chinese positive coping strategies (namely, active action and social support) were positively related to job performance. (3) Chinese passive adaptation coping behaviors were negatively related to job performance.
INTRODUCTION
Decades of research have established the fact that many stressors at work can lead to negative consequences for employees' well-being, including psychological, physical, and behavioral changes (e.g. Cooper, Dewe, & O'Driscoll, 2001 ). However, as pointed out by Cooper et al. (2001) in their recent comprehensive review of the occupational stress literature, behavioral changes, especially those directly related to job performance are the least studied of all forms of strain, which ironically is the most important strain from an organizational point of view. The present study thus aimed to bridge this knowledge gap by looking at the direct effects of work stressors on job performance in the Greater China region.
Existing research has identified that heavy workload, organizational constraints, lack of work autonomy, and interpersonal conflict may be four most salient work stressors for Chinese workers in the Greater China region (e.g. Liu, 2002; Lu, 1999) . In the present study, we thus measured these four work stressors among workers in Beijing, Hong Kong, and Taipei, to explore their effects on job performance. We adopted multiple indicators for job performance, including job quantity, quality, expertise (task performance) and attendance, colleague relations (contextual performance), to assess our Chinese workers.
In transactional stress models (e.g. Lazarus & Folkman, 1984) , coping is an integral element in the stress process because coping strategies can help alleviate the effects of stressors on strains. However, previous research on work stress and coping has been disappointing: little is known about how individuals cope and the factors important to coping with work stress (Bar-Tal & Spitzer, 1994). Siu et al. (2006) used combined qualitative and quantitative methods to develop and validate a Chinese Coping Strategies Scale, which consists of four factors: hobbies/relaxation, active action, social support, and passive adaptation. The hobbies/relaxation dimension is generally overlooked in popular coping scales developed in the West. Furthermore, passive adaptation seems to be unique among the Chinese. We aimed to extend their initial work to job performance as an outcome indicator for these Chinese coping strategies.
We thus hypothesize: Hypothesis 1: Work stressors will be negatively related to job performance.
Hypothesis 2: Chinese coping strategies will be related to job performance. Specifically, hobbies/relaxation, active action, and social support will be positively related to job performance, whereas passive adaptation will be negatively related to job performance.
II. METHOD
We used a self-administered structured questionnaire to collect data from employees in Beijing, Hong Kong, and Taipei. The overall response rate was 68.6% (Hong Kong: 37.5%, Beijing: 71.1%, Taipei: 97.3%).
The Beijing sample (N = 128) consisted of 46 men and 82 women (1 unidentified). About 51% of the participants were managers. The Hong Kong sample (N = 105) consisted of 54 men and 50 women (1 unidentified). About 66% of the participants were managers. The Taipei sample (N = 146) consisted of 102 men and 43 women (1 unidentified). About 70.4% of the participants were managers.
Twenty-three items were chosen from existing Western scales to assess four stressors: workload (5 items; Spector & Jex, 1998), organizational constraints (11 items; Spector & Jex, 1998), interpersonal conflict (4 items; Spector & Jex, 1998) , and lack of autonomy (3 items; Hackman & Oldham, 1975) . Each item was rated on a 6-point scale (1 = less than once per month or never, 6 = several times per day).
The 12-item Chinese Coping Strategies Scale (Siu et al., 2006 ) was used to assess four coping strategies: hobbies/relaxation (2 items), social support (2 items), active action (4 items), and passive adaptation (4 items). Each item was rated on a 6-point scale (1 = never used, 6 = almost always used).
Five indicators were used to assess employee's job performance: job quantity, job quality, expertise, attendance, and colleague relations. Following the stem: "My job performance on the following aspects is…", participants selfrated each item on a 6-point scale (1 = very bad, 6 = outstanding).
III. RESULTS
We conducted a series of hierarchical regression analyses to test our hypotheses while controlling for sex, tenure and rank. We conducted three steps to predict five indicators of job performance, job quantity, job quality, attendance, expertise and colleague relations separately. Specifically, in the first step of regression, we entered demographic variables. Second, we entered four work stressors. Finally, we entered four Chinese coping strategies.
The results reported in Table 1 show that two work stressors were related to job performance: workload had a positive relation with job quantity, whereas organizational constraints had negative relations with both job quantity and attendance. Therefore, our H1 was partially supported. Results also show that three Chinese coping strategies were related to job performance: social support had positive relations with both job quantity and colleague relations; active action had positive relations with both attendance and expertise; passive adaptation however, had negative relations with job quantity, job quality and colleague relations. Therefore, H2 was also partially supported. In all the regression analyses, the combination of work stressors and Chinese coping strategies explained 6-13% of variance on various indicators of job performance.
IV. DISCUSSION
The purpose of the present study was to jointly test effects of work stressors and coping strategies among employees in the Greater China region. We found that both work stressors and Chinese coping strategies were associated with job performance. Specifically, work stressors such as workload and organizational constraints were related to job performance. Chinese coping strategies such as social support, active action and passive adaptation were also related to job performance. These findings were consistent with previous studies showing detrimental effects of work stress and beneficial effects of coping separately for the Chinese people (e.g. Lu, 1999; Siu et al., 2006). The added value of the present study is that we included sub-samples from three geographical sub-regions in the Greater China zone: mainland China, Hong Kong and Taiwan, thus our current pooled sample better represents Chinese employees in the region. In addition, both work stressors and coping behaviors were considered simultaneously to better represent the transactional models of work stress. Also, previous work stress research seldom uses job performance as the strain variable, our results help to highlight the effects of stress and coping on this very important outcome criterion from an organizational point of view.
Our results show that the most salient work stressors are workload and organizational constraints when job performance is concerned. The unpredicted positive relation between workload and quantitative task performance may not be so bewildering: having lots to do actually leads to producing more. Organizational constraints as a source of work stress has been rarely acknowledged and studied (Spector & Jex, 1998) , however, we found it detrimental to both task performance (job quantity) and contextual performance (attendance). This evidence corroborates another recent finding that organizational constraints were detrimental to job satisfaction and conducive to work-family conflict for employees in both Taiwan and mainland China (Kao, Lu, & Lu, 2008) . This aspect of the work environment definitely needs more attention when understanding the work stress process.
Our results also reveal some interesting differential effects of coping on job performance. We found that active coping behaviors such as social support and active action were beneficial for task performance (job quantity, expertise) and contextual performance (colleague relations, attendance). However, passive coping behaviors such as adaptation were detrimental to both task performance (job quantity, job quality) and contextual performance (colleague relations). Siu et al. (2006) noted similar patterns pertaining to job satisfaction and psychological symptoms. Our results corroborate and extend these findings beyond psychological well-being to real job performance.
Though passive adaptive behaviors are found as prevalent coping strategies unique to the Chinese (Siu et al., 2006) , they nonetheless may be a negative buffer-lowering psychological well-being as well as hampering the actual job performance. We must note that withdrawing from the stressful reality and conceding to fate may give one momentary peace of mind and protect social harmony, but such passive behaviors do not eradicate the stressors (e.g., organizational constraints) or resolve the problems (e.g., interpersonal conflict). Therefore, its overuse may bring more harm than benefits. Maybe a more balanced view about solving problems vs. managing emotions, and active action vs. passive adaptation should be maintained. Such a "middleway" is indeed advocated in the Chinese yin-yang cosmology and the Confucian tradition. The Chinese cultural tradition does emphasize a harmonious relation between humans and Nature. However, it also offers impetus for individuals to fulfill social obligations in the course of actively striving to do the right thing (Lu & Gilmour, 2004) . Therefore, the possibility of combining active with passive coping strategies to maximize their stress buffering effects for Chinese employees deserve more investigation in future studies. Notes: SEX: 1 = M, 2 = F; RANK: 1 = manager, 0 = non-manager; SEN = seniority; WL = workload; OC = organizational constraints; AUTO = lack of autonomy; IC = interpersonal conflict; HR = hobbies/relaxation; SS = social support; AA = active action; PA = passive adaptation; JQUAN = job quantity; JQUAL = job quality; ATT = attendance; EXP = expertise; CORE = colleague relations. Standardized coefficients β and F are taken from the final equation. * p < .05, ** p < .01, *** p < .001
